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INTRODUCTION

The Committee on Affirmative Action was charged by the Illinois

Board of Higher Education, in March 1975, to address two of seven-

teeh master plan topics. The two topics were:

a) development of positive affirmative actio ograms at

all levels of higher education employment, and .

b) development of programs to increase minority'and women

student enrollment.

. To guide the Committee in 'its task, the Committee adopted the

following purposes and guidelines:
-, 1,

,

Objectives

To identify barriers confroriting mi4i ies and women'

both in student enrollments and in era's. Oyment that

institutions reasonably could overcome in a five-year
period, and to establish particular master plan objec=
tives for the advancement of affirmatiVe action in

Illinois higher educatiOn. f

*
2. Implementation

For each barrier that is identified, suggest methods and

means for tifying,it. Also clarify, for each barrier

-identified, at shall be the function d responsibil-
ity for remov g such barriers by the in ividual insti-,
tutions, the s stem governing boards, c rdinating'boards
and-where applicable, of other bodies.

'
3. . Evaluation Guidelines .

w

Suggest guidelines to measure and evaiu
.

toward accomplishment in removing the b
The gUidelines should include provision
review and public reporting of progress

The torimittee, acknowledging the complexity

te.progresi made
rriers identified.
for the regular

f affirmative

actiont,focused its study on the areas of administrative, faculty
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'and civil service employment and student enr911ment. The Com-

mittee also recognized it needed more time and that its report

be submitted after the original date of July 31.

No _common information source existed from which the Committee

could acquire relatively complete or comparablg affirmative action

data on either employees or students. Therefore, the Committee

devised its own survey instrument for acquiring information. It

also, visited with persons having a special interest in or knowledge

of the study topic. The Committee also asked all public univer-

sities tO submit copies of their affirmative action plans and their

Most recent affirmative actin reports to the federal government.

All system offics, coordinating and other state-level agencies

of higher education, were asked to provide specified data for all

employees in those offices. The IBlitstaff also gathered addi-

tional information from a variety of sources.
4

It is the Committee's'intent to:present the issues of affirm-

Ative action in such a manner as\to create an awareness of the

affirmative action problems which exist-in Illinois public higher

c
education. The report is intended to be useful and understandable

by universities and systems as well as concerned citizens,-staff

and students.-

The report addresses general trends, practices, and problems

related to affirmative action.. The Committee realizes there will

always be exceptions for an generalizations.and further recognizes
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that exception do exist:to the general .trends,

problems identified in this report.

The Committee feels very strongly that aff native action

higher education has not received the attention and priority it

should receive. The Committee\urges the Board of Higher Educatio

the governing.boards\and institutional leaders to exert the kind

of 1 adership necessary to make'immediate and continuing piogre-ss

in the area of affirmative action. Recommendations and suggestions

iilttices and

iii

presented in this report, should be helpful to the Board of Higher

Education, the governing \boards and institutions. Due to the di--

versity ofinstitUtions, 'systems and boards and their progress in'
1

the area of affirmative action, all recomMendations and suggeptiont

in this,report may ndt apply to the same degree to all. Further-
*

more, the specific suggestions in the report are not intended to

be all=inclusive of methods and procedures that might be adopted

to eliminate barriers to affirmative action.

Not alt aspects of affirmative action are or need to be long-

term. An ena to some. inequities could be achieved immediately;

other barriers 'could be rectified, within therange of fivtryears-
.

or+-less. This report focuses on short - ranges opportunities to end

inequities.

Whether any of the short-range opportunities that this repOtt
',

.
. . \

identifies and discusses will be Aursued depends forlMost on the
4--

14ult'''-commitment, priorities and leadership
,
of ,each inst t ion and,

, ' i .

.

6
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board, The first guideline we, as citizens, will use to determine

chances for significant progress in affirmative action will be ple

actions of administrators and leaders of institutions and bOards.

Attention should be directed to reordered priorities and values,

changing attitudes, revised practices, public affirmative action

progress reports, and how some of the dollars are spent.

ti

o

I



CHAPTER I

SUMMARY. OF REOOMMENDATIONS
45

The Committee recommends that:

1. All Illinois institutions, governing boards, system offices
.

coordinating boards and related agencies establish affirma-

tive action as a high priority objective and affirtIthose

efforts of chief administrators that assure and advance

equal opportunity and nondiscriminatory practices.

2. Each Illinois institution establish a comprehensive on-Campus

Y.

advertising system of all job opportunities, that it has avail-.

able; establish' information training for.personnel.officers,

e01eta oyment interviewers and others involved with personnel

selection activities whia'affirms equal opportunity and non-

discriminatory hiring practices; and establish written search,

recruitment and hiring policies to be made available to all

faculty and staff members.

3. The Board of Higher Education fake leadership in the establish-

ment of a State task force to review the University Civil

Service System's rules and iegulations and their,affedf on

affirmative action.

4. Each Illinois institution: (a)

promotion analysis studies and

to.Aetermine the extent of `and

conduct salary.and

equalization` programs
r

correct any existent salary

and promotion inequities) b) establidh action-oriented
.

.-8



programs which encourage employee adVance emnty and (c) .estab-
.

-lish and clearly:communicate to ail employees int real

procedures for employee grievance./

5. A studr_committee be established as early, as possible by:',..the.

Board of Higher Education to review all aspects of the tenure

system, especially those that ,have an imftact on affirmative

action.

-6. All universitiei"and'collegee. require contractors to, submit
,I

written affirmative action lans,-and that theie plans be

a decision factqr inIthe warding of contracts.

7. All Illinois'institutionsiestablish policies that increase

f

recruitment and improve advising andLcounsdling of minority_

aro

and female students, and that'encourage women and minorities

to purs nontradiebnallields'of study, edpe-Cially in ad-

,

vanced degree pr.ogr tt also ii.recommended that insti-
)

tutions reorganize their system, of awarding assistahtshipsK'

and fellowships for gr duate studies, and 'that they%advelop

a graduated scale ent fees to accommodate pa

.students.

8. Universities incr We

in the enrollmeqts

9. nistit.utions arran e

L. 4

the xepresentation of latino sttideniS-,

of 'education opportunity -programs.

to make up.defici

encourage entran

pecial courses for minorities and,women
- )

cis in prior education, in order to

whew" fieldsibf study. Furthermore,
I



it is recommendelthat institutions provide courses and

.

'trainipg'opportunities to encourage the entry of minority

and'female employees into supervisory and administrative

positidns.

10. Institutions initiate andmaintain

ship andinformation exchange with

tives regarding academic, and caree

they affect minorities and women.

/ lationa closer working re- _,
0-:, t

public schbol representa-

rends, especially as '

11. . All institutions place funds only in those local banks that

lend to theli ftudents and that do so on a nondiscriminatory
. lk

l2 Where there is a need, institutions assist campus and cam-

mtnity organizattons,in the organization of day -care facilities

for students' with children.

`13.' 'Every Illinois institution, governing boa,

coordinating ,board andrplated agency/est

systei office,

list an affirmative
Y

action plan which addresses in a clear'an Pke lig-organized

manner all details, and aspects. prescrib in federal- guide;-
I 's

7

,

Furthermore, each dhotild p

progressfriport which'indicates

goali outlined in the affirmat ve ac

1 report'should-be c ompara

' '

,14. All Illinois
/

Coordinating

institutions,; go

boards' and

grass made toward

ionplan. Included in

ive salary data Ay race

ing boards,jiistetk Office's:,

envies /file an. EE40-6
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, ,/

tbmpliance report (Higher Education Staff Information report)

4

with the appropriate federal a0ncy and with the Board of

Higher Education.

15. All'gove ing boards Schedule,eas a regular agenda'item, af

action matters, including progress against, akfirma

time action goals and objectives.

'16. Affirmative action reporting systems be tier},, but not limited,-

to the budget review process byA5.11 governing boards -and the

Board of Higher Education, and that the Board of Higher Edu

. cation appoint both ahsaffirmative action staff sand a'standing
.

affirmative action committee to monitor affirmative action,

progress, in Illinois higher educatioh.

,

c

O

it

qp, I 1.A
Nk

4
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CHAPTER II

, THE NT'STATUS OF AFFIRMATIVE. ACTION

GE SION" N,

'If current conditionsand practices continue =change
.

ther the.findings about the present status nor the-forecasts fdr

the futUte of affirmative action appear liery'optiMistic. Only if

institutions re-order priorities, work at changing attitudes and

use differently the dollars they are committing to affirmative

action-relaten'efforts will we see'any significant movement towa'r4

equity in employMent opportunities and education for all persons'`

of potential in Illihoia' public colleges and universities.

,Today, most of the institutions have desighated an'affirmative

action offiber. Most have re-worked their policy manuals, to re-

move discriminating language,., and to insert.sentences deaaring

themselvesnondistriminating equal opportunity.institutions. Most

now respond to the once -a -year federal co>pliance reports, Most

'have'prepared a written policy' statement declaring their good in-

tentions. Some have-a written. affirmative action plan. Only a

,few make annual affirmative action progress reports to their

governing boards. Mor'each year are 'faced with grievance cases

and legal Suits filed by individuals. Few, if any appear to

assign affirmative action high priority statues;
'

The ocimmittee's impFession'is that the bulk of present
A

efforS is spent doing what is Tainimally. required. to comply

12

a

1'
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1-

with%th9rletter.of the law, to maintain appearances and to-defend

the institution in grievance procedures.

6

Ok

Insti utions'have been reticent about assuming the leadership
. . ,

for publicl
s

reporting their own affirmative action progress. or

_

lack thereof', This haeinvie'llIgrowing numbers of inquiries n
. k:

survey requeits.to be made ofthem by national, state and on-campus
i

bodies. Administrators gave the impression of'gruat4ngly respoild-

ing to most of these requests at first, often complaining about

the time and money involved. The current response trend is passive_

1resistance - -a long delayed response from some, an incomplete or

partial response ftom otheri, and from some nothing.

e attitudes of .administrators toward affirmative action is

- /lent supportloy.the failure of the Department of Health, Education

and Welfare mapw), 'a federal compliance agency, toenforce federal

regulatiOns and guigelines It seems unlikely that HEW will exer-

cise its compliance author in, any significant way in the near

future.

Current economic conditions and the tapering growth of higher

education add to the bleak prospects that rapid progress will be

-"made. Even under the most ideal. conditions, certain aspects of

affirmative action can advance .po faster than permitted by the

timeiconstraints required for their, own metamorphosil:"-
,

The.outlook,for affirmative e-aAlon can)344more promising
,

t

Inct it-will require more commi/ tment and concerted effort 'of Illinois

t
ion.administratocs and ldaders to melte it so'.

I I'-4 1.3



B. SOME STUDY FINDINGS AND OBSERVATIONS
k

7

As part of its review, the Committee.asked MBE staff to

examine documents on hand in the Board office for additional data'

applicable to its study topic. Appendix Ctontaini.a selected

list of documents examined for usare data 'and information. Pie-
.

.
sented below are findings gleaned froia five studies and some of

,

the general observations extracted from some affirmative action

reports. The studies address the subjects of student enrollments,

degrees conferred, faculty rank and salary; adminis.trative titles

and salary, .
All of the.studies and surVeyt 'except those goncern-

.

ing:student enrollments follow the pattern of.most, if ',not all

national surveys to datethey do not include' data on.\priti

The Committees umestigations uncovered minimal dat'a reOrditig

minority employeet: The testimony it received indicates thBreoi
. .

is. \a. lack 'of. Opportunity in eimployment. \\,

\ t.,\
!.

CompXianceVteport of Institutioniriof Higher Eduction
Urider iritle\YI bf the Civil .Righti, Act of 1964*nd ...

,Title Ir-of\othe Education Jupeildments of 1972: Student
, . , -Enrollment, S4.rvey, FIT11 1974',4s Office for;tivil-Rig'hts,

'U.S.. Department of Health, Educationand.14.1fire, 1914.
. , . ,. . 4 4 .

t S
. ...

\ ,
... \

All ,rsiitie.s andtweiltt-qeven of 'fortY-,

a

416

.
115

eight.public :1Omml,uiitx colleges coMpleted.the SurVi.,.. The survey
iAt

,. ,
.; \,..rePorted. enrollmen't Sdalka ht iii:\x\ and wage ithiil, fields, 6-,f, study.

, .. ..
. 2 :,,,,-<,..

,,(See Exhibits 5.41o. in ,Appends4.4. comisarrn4the Ifiercetages
% ,..

..., , ,, " . . ..
oggblack,_tmericiu Iiid.4,,,"Asie.100*.ridait, and Spaniih-Surnamea °.

ir
...i . .

l o . .. . .*

''.' \ -: 1 %
.A.

4 %, -- ---',-
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American persons in the student population to their percentages.

.

4. 1

in the total State population the following trends appear:

1. The percentage-Of.blacks.enrolled in public. udiversities.

(9.3%)bis.less than the propoktion of blacks in the total ,

State population (12.S%), whereas, the percentage'of.blacks

enrollees at community colleges (13.6%) is greater than the
.-

proportion in\the State Popplation.

2. The 'percentage of ,American Indian students
enrolled in pubi'ic

universiiesAkl9Wandthe percentage of American Indian

students enrolled ifivommunity college's I.25%).ipproximate

the same percentage .as Niain the State ' population,

3. .Aiian American enrollments"or public
universits -C.93%) are

slightly above _the proportio .of Asian America s.in the State

populatioxi (.1t
and.the.pbpulaiiorpropoktion is approxi-' -

roatelythe same as the percentage of Asian Americans enrolled

in community- leges (.29t)p

5.

Both the public university percentage (1.2%) and the com-

munity college percentage (1.4%) of Sp ish-Surnamed students

enrolled.'is.4elow the proportion, of Span 'Surnamed .in the

total State population (3.4%).

.The percentage of total females (minority and jority) en- _

..kolled is. public universities 45%) and the per -ntage enrolled

,thlodimurlity college's (t1.2%) are below the.propo ion of

femal'e's in the State population (51.5 %). Conversel the .

peicentage.of,total males (minoiity and majority) e ,lied in

OValic.uniiersities (55 %) and the percentage enrolled .

community' colleges (48.8%) are above theproportionof- es

in the Statepopulation t4S.5%). ,:----

When examiningfethale
Student'enrollients by fields of study,

. the fields Chosen most frequently by females were education,

business.management and social science respectively.

-Enrollment by program level shows the following trends:

Bachelor Program

The first choice of male students is business management;

social science Is their second choice. First choice for

15
. 4ke

-eansox _
a
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0 / ,

, .4. ,

rqTremales is education; business management is most frequently
,,/ -their second cho/ce' r , '

, . .

. -Master Program .

.
m

. -Y The same trends exist at the" master level as t the bachelor
. level.

3. Doctorate Program
.

Males most frequently chose physical science first and social
science- second. ,Femalee still chose education first, but
they chose social science second.

-,--,1

,4 First Professional Program

.J
4!,:.... Males and females both most fruently chose law first and

.'.,i medicine second. T
.

./. ,

e

( c. '',5. Part-time Graduate Program
A

-,..

l,iv`4,;,e'* Males are scattered among.;education, business management;
, social science, engineering and biological science. Females

(' 'rr arp concentrated irs in education and split among husi-
,v-iii..,

ness management, ind biologidal science as a second choice.
,

Enrollment of minority siudents for all fields of'study

cate that males chose business management, education and social

science, respectively, and females chose education, social science

and business management, respectively. Enrollment of all minority
-re
.

students, male and female, by program level shows the following
at,. ,,, 1 r

etendi : .

1. Bachelpt Program,-

r
'Minority students chose business management,geducation aid
social science and biologicakscience most frequently.

2. Master_ Program I

The top fclur program cF&ces of minorities at the master
level are:busidess management, education, social science
and social work:

'

f!



3. Doctorate Program,

Education, biological science, and social science wer se-

lected more frequently by minorities at the doctorat, level.

4. First Professionil Program

Law is chosen first and medicine ice chosen second among

minority students in" first professional programs.

5. Part -time Graduate Program

Minority students chose education, social science and bio-

logical science more frequently.

2. Data Book on Illinois Higher Education, April, 1974,
and April, 1975, State of Illinois Board of Higher
Education, 1974 and 1975.

The Data Boo'k's tables on Student Characteristics Data give

a two-year lookat:student enrollment trends.. The change in

student enrollment at public universities from Fall 1973 to Fall

1974 shows a numeric increase in the total enrollment lunder-
.

graduate and graduate) of blacks, Oriental Americans, and Spanibh-
.

Surnamed students, and a numeric decline in enrollment of AmeriCan

Indian students. This trend is the same at public universities:

when looking at the percentage increase in the student enrollment.

The change in student enrollment in the

'shows a numeric increase for all races.

change in student enrollment shows an increase in black and

4panish-Surnamed students.and a 'decline in the percent of American

Indian students.

community college sector

However, the percentage

AlFact Book

v"

Higher Education: Earned Degrees,
cir'on Education, 1974.

4 '41... 17



,

11,

This repoit'shows a history-of earned degrees in the United

Statesby program level and sex. The national trend in, degrees

earned annually from 1961 to 1972 shows the following:

1. Bachelor

Percentage of females receiving a bachelor,degree increased

from 40% (154,377-degrees) to- 44% (390,,479 degrees). The

male percentage decreased from 6141(2211,445 degrees) to 56%

(503,631 degrees).

2. Master

Percentage of females with a master degree increased from

31% (26,184 degrees)" to'41f (102,689 degrees). The Male

percentage decreased from 69% (58,705 degrees) to 59%

(150,085 degrees).
4

3. Doctorate

Percehtage of females with doctorate degrees increased from

11% (1,245 degrees) to 16%-(5,274 degrees)., The perCentage.

of male doctorates decreaSedliqM 89% (10,377 degrees) to

84% (28,095 degrees).

4. ,Pirst Professional. .' .

,

.
. .

Percentage of female's7with arfirseprofessional degree de-

creased from 11% (41093) to 6% (24753 degrees)4. The per-

centage of males increased from 89% (33,570degrees) to

94% (41,021,.. jegrees)-.

Comparable data regarding minorities were not included.

4. Salaries in Communi and J ior Colle es 1973 -74,

an
- Nations Educat on As

Data submitted in the'survey substantilte the observation

'that few women ace in. administrative positions, and in high-level
41-

administrative posts in partic ar, in Iikinois public colleges

and universities. Seventeen forty -eight Illinoi*public-:
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community'colleges responded to the NEA survey. Women comprised

13.3 percent of their administratpe staffs and were concentrated
,

in positions of Chief Librariai, Registrar and Dean.of Adult Edu-

cation. The averagelisalary for community college women adminis-

trators was $16,995; for men, $21,092. Eleven of thirteen public

Illinois univeisities responded to the NEA survey. Women comprised

6.1 percent of their administrative staffs and were concentrated

in positions of Dean of Nursing and Dean of Home Economics. The

average salary for university women administrators was $22,437;

for men, $28,335. The survey did not request similar data re-

garding minorities.

4

Mean Salaries of Employees in Institutions of Higher
I

Education; Higher Education-Gene 1 Information Survey
HEGIS), U.S. Office of Education 74.

The U.S. Office of iducatio REGIS survey reflects - salary,

data by sex for faculty on a 9-10 month Contract. this informa-

public universities for 1974-75.tion was submitted by all Illinois
4

For Illinois, the HEGIS data shows that women faculty are predom-

/inantly at the levels bf assistant professor, instructor and

associate professor respectively. Generally, male faculty earn

more than female faculty. However; the lack of data regarding

all factors related to salaries, plus the dilrqportionate number

of_nen to women in any one rank make more specific salary compari-

c)
sons and conclusions impossible.

.



6. 1974 Affirmative Action Reports of Chicago'State Univer-

sity, Eastern Illinois University, Governors State Uni-
versity, North astern. Illinois Universi y and Western
Illinois Unive sity to the Board of Governors; and.1974
Affirmative Ac ion Reports of Illinois State University,
Northern Illinois University and Sangamon State Univer-
sity to the Board of Regents.

Board of Governots nd Board of Regents institutions reported

generally that: (1) wom n are underrepresented in administration

and that women receive 1 wer salary; (2) women are found in lower

academic ranks; (3) ther- is a clustering'of people in certain,,

civil service jobs (e.g. , clerical is mainly female); (4) there

is a lack of upward mob"lity in administration, faculty and civil

service for women and norities; aid (5) there is a need for ad-

visois and counselors't encourage women and minorities to enroll ,

in discipline areas wh'ch they traditionally have 'avoided.
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CRAFTER III '

AFFIRMATIVE ACTION BARRIERS AND
RECOMMENDED COURSES OF ACTION

'
As a first step toward the Committee's identification of

,

barriers to affirmative action, a survey questionnaire was mailed

to 759 persons directly employed in or concerned with Illinois

higher education. (See Appendix A). The survey re'spOnses provided

the foundation for further committee study and discussion. All.

available data, documents and reports at hand were reviewed, and

interviews were sought for further el4igh emment about each of the

barriers identified most frequently in the survey. From a that

it reviewed, the Committee selected five general groups of barriers

for-discussion in this report. They are:

-- attitudes

-- pre-employment pradkices:

-- employment practices

-- student enrollmenti

A

-- public accountability

Discussion and recommendation for removal of each follow.

The Committee considers it possible for institutions and

boards to rid themselves of the following barriers wit n the next

few years. This does not mean that.institutions' . firmative.acr.._

,

tion endeavors should be limited exclusively to the topics and

recommendations set forth in this report. The recommendations of

thiarreport a , not intended or presented as being all-inclusive

.01rimnedies.
21
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A. ATTITUDES

15

Attitudes are.the_major barrier to- ending, discrimination and

advancing affirmative action in Illinois her education.. The

pervasive institutional attitude toward affirmati action' ranges

between neutral and negative. It is reflected both how and

wha t is or is not said and done, and thereby communicates the

general lack of value and status assigned to affirmative action

throughout our system of higher education. Neutral attitudes to

ward higher education's affirmative action obligations surface in

such comments as: "I know there is such a thing--have some vague

idea of what it is, but it is nothing that applies to Us, It is

someone else's responsibility. There is an office on campus that

handles that area." The. more negat' e attitudes emerge in such

comments as: "This is another deralinfringemen r insti

tutional autonomy. It f -s us to-lower ou tandards. ME is
//

nothing more than bothersome, costly exercise."

I by their attitudes, members of a bodW of trustees convey

to a president their unreadiness to approve a black, a latino
-----

woman for an administrative position, chances are good

near'future, that such persons, no matter how qualified,

be recommended for an administrative post. If ief campus

not

administrator takes advantage o .a f meeting with his college

deans and other campus leaders to as ze that the only dimension

he sees to affirmative acti is its infringement on institutional

' autonomy, chances ate good that,affirmati4 action will consist
_ -

'22
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largely ofreport-fiIing and other perfunctory matters en that

campus. , Thesetwo Situations are not,fictitiohs..They are.first-
.

chand.experiences reported, by respondents to the survey-conducted.

- .

Responses received from institutional officers to the same

survey add to

tive action.

agency heads,

one's concern about leaders attitudes toward affirms-

Asked to participate in the,survey were system and

chairpersons of all governing'boards,.arid,a1/ presi-
/

dents and chancellors of public,colleget and universities in

'Illinois. Over half of these key leaders did not reply. Of thoSe

who did, about half of them give one Of two-replies:. (a), they knew

of no barr).ers to affirmative action in employment An student ,en-

ts, Ixr (b) they dismissed the question with ti f6 answer that

-their institution has an affirmative action plan, or officeror policy.
'''''

.. ' -'-,
.

Among theresporises'of faculty and nonacademid employees who

participated in'the ey, attitude wad one of the most -frequently

ba ers to affirmative action. As might be expected,

attitudinal probleMs also underlay y other practices which re-

spondents identified as barriers. included in these were: sex

stereotyping jobs; thinsensiti 'ty of supervisors to, problems

facing the minority andfiMale employees; the overburdening of

en -and minority faculty m ers with on-campus service activi-
-__ /

ties, but 'deman' ing earch and publication for.-.tenure and promo-_
/

tion; using advertisements as window-dressing; requiring
.

nistrat experience of minority and female candidates for

strative post when- the lame qualification is not required

2.3
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Consistently of white males; ad institution's out-right refusal
)

or makeii.1g it very difi cult for interested persons to gain acces/
I /

*-til:affirniative abtio
'Cz" yGy,

related data.

The difficult of obtaining data 'Vas experienced first-hand

by t study committee. The Comaittee'regueqtea data from System'

offices, coordidating boards.' afd agencies reqarding their em-.
,

ployees. Responses to thit'reguest provided further insight Imtd

inIthe sUbject of attitudes. Three offices provided all reciuestetil---

//.
information. One zaubiitted the major portion of the, requested

//
datA. No.offiCes submitted self-selected items of information'

.

which were sufficient for analysis. Tvio offices did not responds
.

In short; those that provided the least or no information together

acco t for the governing system offices of all thirteen public
. h

iversities.

,

It appears that the actions and Statements of key,institutional

officerg,'in casual ,as, well as ,formal situations, are/helping to;

construct and, reinforce an institutional atmosphepo# attitude

consensus. If its leaders do not assign priority. to affirmative

.,
action as an institutional value and goal, affirmative action will

not be embraced as an institutional value bYthe rest of the Icom-

munity.

Recommendations

The COmmittee recommends that:

1: affirmative action'be assigged priority /a8 an instituoY

tional value' of and by all Illinois, higher edUcation,agenciegi

2 4
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offices, toordinating and governing boards, colleges and univer-

eitiei;

2. the Board of Higher Educition adopt the above recommenda-

tiontion .as one of the.primAry goals fo4r%/11inois higher educatibn in

-Master Plan Ptase

18

3. the chief administrative o;ficer of each(sydtem and

/ campus affirm ,the value the insttion is placing on heightened
"

efforts to assure nand' riminatory practide'S and to,advance.af-
.

firmative action

holding accountable all administrators, academic

nonacademic, for affirmative action progressior lack

thereoi in their unit or area of, responsibility, and.

(b establishing specialpriovisions for affirmative

action in the institution's budget ,-

Implementation Guidelines

As a time guideline, for:iniplementation, Recommendations r,

'2%*and 3A. reasonably could begin immediately: 'Recommendation.3b..

could begin 4ith the FY1977 budget,
.

:.-----------!.-7
Other Suggested Courses _of Action

z4 .

.
-

1. Top -revel administrators could do much onVey the

importance of affirmative action as an Institut I value thro 0 ,

their day -to -days informal conversations with. c us personnel,

Noting to a colleague ti -uccessful affirmati e 'action Worts
of Department X c .nv

fectively as ing th
grant - ned by.Depa

,

y what is 'institutionally valued as of -.

colleague's attention tothe research

tment Y.

4,

,z
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2. Chief administrators may find it useful, if not neces-
sary, to develop and announce incentives to encourage administrators
at all levels to fulfill their responsibility to establish affirma-
tive action as a priority concern. In turn, it would be advisable
also to inform them of the consequences.,to,be enacted should they
disregard or rqrsiat theteinstitution's affirmative action obligation's;

s'

3. Institutions are urged to assume leadership in heighten-
ing community awareness and encouraging a positive response from
the local community to such problems and needs-of minority students
"faculty and staff as housing, banking, Other business services and
the support that issues from positive action.

,B. PRE- EMPLOYMENT PRACTICES
s.
''"4 e-

I
Institutions, through their affirmative action offices, have
4

made attemptsto review their written policies and procedures and
, .

to alter, or abandon those considered discriminatory or arbitrary.

.
.

Some institutions' affirmative action officers_4so have attempted

t introduce new proceduresas part .of,6e.institUtion's compliande

efforts. Despite those procedurei;-this studfidentified Several
., .,

--,,,-
41/

pre-employment practices thatdet as' barriers e!!!. affirmative ac-

tion.- Two of those were cited likoften by survey respondents that

-711 .

each is treatecrseparately,be ow. The remainder are discussed as
. , p

a' group ima jollowing,tilird section. -.
.

r-

1:7 Cm-Campus Job` Advertising:. Inadequate or Lacking.

I

The need-for on -caiPus job-advertising issues frOm

number of related Circumstances, practices an needs. Administra- .

.

tors consistently name three circumstances that iPede theii

affirmative action efforts: the small pools'Of qualified`manorf-
.

ties and women, a declining rate of job turnover and of

1

2



3

M
newly-created positions, and b4hgetary constraints. What are

?Is4domillentioned by this group are two of the opportunities their

c
orltn-,dampuses provide: an athrd pool of employees who have

qua lifications for poIsitions other tfi,_ -those they hold; and in

the case of universities, the annual pool of maSters and doctoral

-
20

gradliatei'being produced by the institution. Also not generally

mentioned are those administrative pogitigns"kome newly-created

as well aestablished ones, that are being filled without any
* .

;

formal recruitment,' announcement-4ft' searth 'procedurs.

%
Wheat administrators apparently have overlooked is the oppor-

tunitY010 make more and better uses f persons on their owlicamptises.0J,

To do so requires making employees and 940uatingstudents aware

of on-campus job opPortunities.,

'The Committee found two encouraging indicatkons that some
,

,,

instit ions.are aware of the for on-ca us aarertising:

. , -.
.

the recogn ion of. quch need in som iversit
.

,

action plans, aiidaome institutiams' attempts Ito p Vide on-campus

affirmatiie

t. 4

advertising at-least of newly-created'positions.' However, theI

frequr-ncy-v412,4hich the Committke,heard about the lack)or inade-

;V-
.quacy of 4ob advertising on many campuses suggests the continued

;, .

need at each institution for a syseem of-on-campus advertisin/

.

that ''ins.: inclusive bf ,..411°1_jobs" available;--wi.dely, broadcasted among
Ow.

employees and 'graduating atudintal and presented in a regulak .

, N.' 0 W
11 .- 1

I 4
. .continuing and'readily-identifiable Tomat.,- .

,
, -

C.. N.
* dk.

. 4 , a-V * .0 s

..4 . --1----t. t *- .
No & 4r

-4
,

4

:
.
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Recommendations

The Committee recommends that all institutions:'

ti
advertise on- campus in the campuslnewspaperoeptherweekly

print media, all available jobs in administration, faculty and

nonacademic/civil service areas. It is further recommpded that

a complete description of the advertised job and;its requirementf

be placed on file for use by prospective on-campus applicants as

follows: (a) all advertised positions--in the affirmative action

office and the graduating student placement offiCe, (b) all civil

servide/nonacademic:positions--in the pezFaMtri-crEfic.a.Jc) all

administrative and faculty positions--in the specifiC department

office.

Implementation Guidelines

The above recommendation should.begin in calendar year 1976.

2 Job Stereotyping.
,

:lob stereotyping is particularly piominent, in the civil-

"service /nonacademic area, and is one evidence of the attitudinal'

.
problems discussed earlier. It is a way of thinking and the per-

.. ..,-,) ---_--_.
.

petuation of a system that assumes certain types of jobs-axe. _.

primarily for speCific groups of people. Accordingly, min rities
o

. -...
----.-.

tend to be clustered in Bose nonacademic job classifications
t

.

.
*.

designated as service occupations., Inttitutions' clerical Posi`

' tions are assigned almost exclusively to women. White males .

,

- -
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dominate It:te-101:)-clsifications designated administrative-

.

managerial and as skilled crafts.

The adiinistrative office of the versity Civil Service

System (UCSS) reports that it is att ting to eliminateocultural

bias from its examinations and to emove sex designations in job

titles. A UCSS representative told this Committee that, to, ate,

these efforts have been concentrated in such job classifications

at clerical, custodial and food-servibe areas whiCh; together,

constitute 'roughly fifty Percent of all UCSS jobs. Thes,e cor-

rectional efforts need to continue without delay so that all

classification examinations are free of bias and all jOb titles

free of sex stereotyping'. s
Another serious problem is the job Stireotyping'don in pre-.,

emplokment interviews by institutional personnel, notably inter-
,.

viewers in nonacademic personnel offices ancrsupervisors in both

ft- . t . - 4,,,

.--,

pOnacademic and a6dertilo Units. As al-result, most nonacademic ..

i
.....

.
.

: 'lob applicants never know the full range of opportunities that

.. '

.

Jnitiht be open to them at, time they, apply fot work. Secondly,

...
---____

,

'
----certain _job classifidations continue to be over-.

or underrepre-

sented with minority And female'employees. And ignorance of

other opportunities within the Systed continues--to- exist. mong,

those persons.employed in it. c-)
, t .

t.. - . ,..
.

--- .The affirMative action, plans and reports of ,some' institilt4ons ,

. -
.

V
evidence an awareness. of job stereotyping practices on their

:- .caMpuses. ,But.in'the written affirmative action plans of one

,..,
. -

. '29 .
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decisions, counsel and conduct of- administratorsr supervisors

and job' interviewers which evidence sex and race stereotIted con-

cepts about job types:-

Implementation.Guidelines

- Implementation of the, above recommendation should begin in

calendar year 1976.

%

3.' Other Pre-Employment Practices.

a. Lack of written policies and ,proaddiires.-
- -

In many instances,. institutions' affirmative .action

obligations are being ignored in the -procedurvs sused to
c"

'search, recruit and. hire persons for administrative and

faculty positionl: Some hiring'is being done without tienefit...?,
1

Of search committees or:open search; some search efforts are:

, d'
b gun without 'written descriptions and requirements tor.the--

position; some written job descriptions continue to be-dis,

criminatory in the language Used; and sbme institutions have

no-deans for determining a department's adhereqce to affirma-
I

tive action procedures other than an after-the-fact report.

Ohless, and until all potential search committee members are

informed in writing of the affirmative action requirements

related to these pre-emploliment.procedurest.arbitrary search.

-And recruitment practices will continue, whether outof re-

.sistance to or ig ance of affirmative Action obligations.

30_
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Recommendations
f

It is recommended that each institution:
414

.eitablish a written pblicy. which is made known to all
'demic employees; that stipulates those procedures that must be\

followed to conduct search, recruitment ana hiring for academic

positions. It is further recommended that all departments and \\
. hiring units be iirovided, written step-by-steRrdetails .of the pro-

cedueg set forth in the above policy...statement.

n5dementation Guidelines

. _
WOrk

. dellelopnient-..of the written *policy and the proce-

dures shOula-1;e4iii at diet iii'iirdiz";:tliat-1,,iith_AttOr:::)* #1 the:

off _designated -peisonnel, on or before the start of the 19,76-77

academic y`ear.

Misuse of-off-campus job advertising. .

'41

Collegea.And univ6rsiti4 have been encouraged by

federal guidelines to advertise-ticbtinistrative and 'faculty

poditions. in ScholatIy journals...and in highei education 'news.-

papers such asothe Chronicle. of Higher Education, as well as

other print. media. The good -faith objective. of such adver-

tising is to extend oppottunity to a wider audience of
qualified candidatek: " The wisatisfactory experiences of

persons who. respond in good' faith to the Adve-rtisements are , one ,t

evidence of some Institutions' misuse of 'UnfortunatelY,

a
.

-g -, ,
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many institutions appear to be placing job-opening advertise-

ments for quite a different reason--that is, simply as an

involuntary compliance formality. Beginning research find-
.

ings confirm

Recommendation

It is recommended that:

in view of indicators 'that some off-campus advertising of '-

, jobs is mere window-dressing, boards and institutions more closely

tr,

monitor advertisements placed in their names, and takeolhatever

action possible to revent advertisement placements that abusd
....

affirmative action principles,

el I

i Implementation-Guidelines

The above rec4mmendation-should begin in calendar year 1976.'

V

c. Unf ersit Civil Service "Rule of Three".

A ilbstantial number of the University Civil Service

System's regUlations and practicies fall at cross purposes

. with affirmative action objectives. While it is the Com-
- .

4 .

ion that thllentire complex system of Universitnattee s opi

tivil Servic

"'rule of thre

rules deserves careful study and review, the
.

is one illustrative problem. University

officials
.
rel heavily on written examinations as one pro-

dedure for selecting candidates for most jobiclasSifications.

32
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The,rule of three stipulates that those candidates holding
\

the three highest tt scores on the register for a given

job, must be certified to a prospective employer and that the

employing official must select as an employee one of those

persons holding'the highest scores.

Minority personi do not always score well, on these

written examinations, some of which contain,cultural bias.

Thus, in some instances, the test is not how well the indi-

vidual could perform the job, but how well she/he takes a

test. Consequently, the "rule,of three" has the. effect of

eliminating some otherwise-qualified persons from candidacy.

Recdmmendation

It is recommended that the Board of Higher Education:

take leadership in the formation of.a task force to conduct

a thorough-going study of_the University Civil Service SysteM,

giving special attention to those aspects of the system, its

rules and practiCeS that impede affirmatiVe.action:

.
Until such a review-is effected, this Committee recommends

. 4 -

that the UniVersity'Civil Service System provide options other

than the. present combination of writ#i examinations and-the rule

-.of three whereby more minority persons can qualify for job

Classifications in which- they are under- Or unrepresented.
0
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Implementation Guidelines

The above recommendations should be initiated in early calen-

dar year 1976 and completed early in'1977.

C. EMPLOYMENT PRACTICES

While the Committee has avoided focusing this report on long-

term needs and affirmative action goals, oneqong-range employment

goal is of such-major importance that the Committee feels it should'.

be mentioned a a(t.least briefly. The need is.to increase sig-

nificantly the r resentation of minorities and women throughout

.all levels and ranks of higher education employment.

Minorities and women are underrepresented and underutilized

on most if not all of Illinois' higher education staffs--thos,e of

coordinating aid ioverning'boards, of system offices, agency of-
.

fices, and two and four-year institutions. .They ate underrepre-

septed at both faculty and administrative levels. Within,

faculties, they are totally absent in some fields and disciplines.

Those, that are in faculty and. administratee positions are con- 41.f

centrated in the lower ranks and hold the lesser titles. The. ,

clustering of minorities and women in two ,nonacademic classifiCa-.

ons was 'rioted earlier:1.1\ Regardless of jai type--civil service;

faculty or administration, Hispanic persOns especially are

6'

underrepresented::

34
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With all due respect to "labor force and financial corditions,

this Committee concludes that offices, boards, and institutions have

not made serious efforts to search for and consider qualified

minorities and women for the few positions they do have open. The

Committee also feels these same bodies have not made the necessary

efforts to advance those minority and women administrators, fac-

ulty and nonacademic employees who either hold the qualifications

or show potential for assuming higher-level positions of respon-

sibility.

The remainder of this section addresses those'employment

practices that. are barriers which the Committee believes can:be

rectified in a short span of time.

1. Salary Practices.

Salary inequities do exist in Illinois higher education.

litnequitable salary disparities exist'in individual instances for

*men and men of all racial-ethnic groups.cross all levels of '

employment--administration, faculty.and civil service.*. However

,the problmkappears to be most evident ,in women's salaries, both
)

in frequency. of inequity'and degree of salary disparitY.1
.-t. L .

.,.....

Salary data available. tO the Committee are_not comprehensive

enough to state categoricallyothat thereis a widedpread pittern

- of salary ineqklity. Howeyer, the following factors indicate that

. inequities do exist:_

a. data and problem analyses contained in .inptitutions'

affirmative action plans and studies,
r

.

35"
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b. employee data requested andtreceivea-by this Com-

mittee"from boardsystem and commission offices,

c. information obtained through the survey/conducted

by the Committee,

d. evidence of salary disparities between jai classi-

fications in the University Civil Service System,

e. first-hand knowledge of situations at several

institutions,

f. the findings of independent research studies done

at several institutions, together with such report's as_those 0

of the Illinois Commission on-the Status of Women (1973,

1975), the Citizens Review Committee (1973 fox I8HE), the -

annual faculty survey conducted by the Amerioan Association

of University,Professors (AAUP).

7Two,specifip aspects 'of salary-related (and promotion) Ac-

tices impact especially on women and minority faculty members.

Generally, decisions regarding the salary increase or promot"on

in rank oe,university faculty are made departmgptally, by"faculty

committees. 'Minorities and women are not always represented on

salary, promotion and tenure committees. They, perhaps more than

white males,.also are adversely affected by one practice in the

decision-making process of some departmental salary and Promotion

Committeesthe assignment of varying weights to the committee's

decision criteria.

All university faculty isalary ncreases,and promotions tend

to be based.on considerations of the amount and quality of teach -,

ing, community and campus service, research and publication. The

committees who make their dedisions at-the end of the teaching

.year,
6iieniappear-,toariAtraiui assign varying weights to the

36
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importance ofone criterion ov!r another:from one year to the next.

The result : one year a faculty member may, receive littAl salary
.

increase because he or shehad,not published; the person.,concen-

trates on increasing his/her number-of publications the next yea4-
-11Pr

7only to learn at year's' end that the committee rewarded outstanding

teaching and public service.

tirice women and minorities already tend to be at the lower

levels of rank.and salary, they also tend to bethe.hardest hit

by these practices.' In sh- ort, th aferiii* included in the

decisibn-making process, and they tend to"profit the least.and'

the least-often. from the decisions made.

Recommendations -
. .

,

4 ,

It is recommended that boards-and institutions: 4

-institute a system of biennial salary analysis,studies and

alternatingA2iennial-salary equalization plah--together with

- .
.- -

,corresponding biennial rank and title analysis studies and_eqtali-
-

.

. - .

zatiOn plan, by which-to regularly review and make necessary
. I

equity- adjustments in salary and tit e of administrative; faculty
. a

and.ponacademic employees;

Implementation Guidelines

,
It is suggested that. salary and promotion analysis

studies b4 conducted biennialry.ih oad-numbered fiscal years; and

thatAalary and promotion equalizpion be done, in eventnuMbered/
,

;
....

.,":1,

. ...

.

IP

_ _ ....-_ - ...
6......, - , -

, -, ; 0151 , - ... a " , ' f j °4 ,
$ ., ' ::_3,....L

V , /-.......... I

o
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fis Accordingly,, institutions should begin salary and

a.

romotion studies in fiscal year 1977,
t.

.

2. Prdmotion actices.

0

, b.0 L. .

As already ,Suggsstedp,ai.it et }11e1Frpign, m ri ws,
*ff.y, .

% 2.'' #
,_

. p-
st,

and women also-experier4e roMbtion iqequi d. 4IlirsAqIi4ies, 4/.

'' i

they'ape clustered in rank.at the assistant profes i level and
,

32'

below. Advancements ,in ran] appear to be sower ,for them. than

fdr white mal

z'
In administrative positions* women and" minorities are under-

, ,

,..- ..

. represented at all institutions. .90. some, campuses, there are none

,- f' "

4
4. .' ' . 41

-

. to
..

be found in administrative,dies ab,ovethirleva of :department
.

-:',,,_ . 0
head. Minorities.and women are. being told bylinstitutions that

. .

, .

.

.

ifieli mutt:,have't4e _terminal degPee and prior administrative ex-
a. , . p

k .
AO

perience td:qualifyfor even the lOwest, entry7level adviniqrative

pOiittons. With institutions bolding;such expectations, where aree .
-*

women and minorities -to acipipe the necessary egperience?
/

And
..

...
.,

.. .

why have thesame quai.fications not been uniformly reqUiied"

*of white males hire for such positions?

\
A

,_; _

e

Upward. mobility opperrtuni es, for_ civil ervice ?plc:Tees
. .

are eipeciallyespars s noted ea the majority of minOri-
) . i

------

ties and women-in civil serVice jobs are over-represented =in job

classifications that are low-paying and limited in advancement

opportunities.. Additionally, since there is so compretwnsiiver *.le.a

4,
c, n It ; 4 "a

, .1 " ,.-4.

, ;%,.positionplassili?6ation plan, job reguiteMeilts'are lipt cbndisient.
,

.. 1- ...-

.

;18 c. .." t .
. *
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.1>
°

between classes; and narrowly - defined promotional lines, together

with'heavy emphasis on seniority,' make mobility across occupational

lines difficult. It is not surprising, then, to:tind minorities

hndwomen,elther absent from-or notably underrepresented-it-mpex___

visory'rotes, in jbbt where entry .is controlled in effect by trade

unions, and in other'silect, higher-paying Civil service positiOns.
.

,

Tending first to those 'institutional practices whibhikeep

f.. c.- . .

capgbie and qualified' persons'inidArjeVe positions may. provide
. .

.
. C

A partial answer'tve.dminiStrStOrs' dOndern; abovt the. ,small 'pools

of qualified wowehand minprities.
-.1.

.

IL . ..

RecoMmendations
4.

t

See above recommen4ei9ons fox salarypractice,barrier..

, .,
'. ,

, ,,,,,

Is$1eMentation Guidelines r--,

4 .

rYi977, as listect.in4 guidelines fOr! saJ ry, prictiCe rec

menditions. .

,
, -'. 4,,

, .

.
..

. , ,,

.

, .0 ' . -.. . \'

3.., Ediuliable Grievance Prooedures'Needed.--l
.,

a
A 1' , . a .

.
'HoPefully, inttiiutiOnal!efforts to keAify otherP*ac-,

.

....
, .v .

.
.tidps And negedOrset forth in this report will

,'

diminiihjintime

.
.,.

*Yr

theleed for'equitab e internal vrievance procedures. However,
P. 0

there his' at present rorevery-institUtion to haveille orded,s

.,.

. 4 asAiol An :d0filitablsjysteni ofinteXn411,grievance procedures
. n1 A ' '

, ." , , . . ,

1443.44 4Nraj.1.01P.'t0 4nA'WhiCh is MadeAchortto tall employees.
A e

, a I, ,
.: '

' '''! .J'.' ____-- Ar 11,.-----
- e

33
.



V 1,
0 -34

Some instit ions' have ho written, forMal system of internal

grievance prded es. 'Some who have them, have procedures that

,
v

stop short of assuring the employee a fair hearing from an appea1s
1

_body that consists of,persons other than those involved in the

decision or action being contested.

justEmployees need to know not just that there is an avenue of

appeal, but also to know the 'step-by-step chronology of'how to

use theirrievance system.

v

Recommendation

It is recommended that institutions: /

1. 'establish written

system of equitable griev

,policies and progedukes for an internal
%.41.

nce procedilres for all employees. It

is suggested that the final appeals body consist of persons other

than those involved in the action/decision in question. Detailed .

rt.

steps to be followed by both the, employee and appeals bodies in

.'such grievance actions should bemade'4vailable to aI1:6oncerned.

-4,

2. make proviAon through written policy for employees to

have access to their personnel files.
Ar

implementation Guidelines
o

_

k

It ii4 ouggesePhbot"..the'-.Abbte feciitendetions,be initiated

and in, effeet. lio:* .ter the- of the 1976-77 acadeMic,

;ear.: --

-

_ 0- -
_0 -

,

0 . . * - ,

4
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4. 'Other Employment-Practice-Barriers.

a. Tenure.

1

._ T9day", j-1i 12iii-'0TP':a
Ming, *fewer ,and leygi...

. .

Ob
,1

.oppoitUnities for new factlty members to secure apintmen s
.. . ,

that are tenure,track.positions, and, they are denying. tenure -

tq increasinr-numbers of those juniOklaculti. who-have com-
,

pleted the customary probationary period, Current institu-
-.

tionai tenure Practices acre at .cross p
. k

es, therliore,

with-their affirmative action-goals'and.efforts. Newcomer

minorities and, women are effectively. shut off from-the
-

security laffer_ed-birienure;. in fact._they are often, given

_contract Wppointmeriti-dlearly designated as non-tenure

positions.

;RecommeridatiOnw

.

It is recommended that the Board of Higher Education;

\

establish a task force tostudy currenttenure pradicesr

especially as they relate to, affirmative aCtipm?.

- /kplementation Guidelines,

It is suggested. that th ve recommendation be- initiated

in'early 197 and completed in ear 1977.
-

%N.

"tt

-
I

r

\

'\
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b. Contracting and vending obligations.

Higher edUcation :institutions are not involved

.

,

directly in the.hirizg of those persons employed by busi- .

. ,

,'
.

:.__, .

,

neiseifrom WhofirtAi'inttilutidnt contract construction work;
.

.

catering, custodial and vending services; or from whom t4ey

make purchases'. However, the contracts they make for, such

goods and services do oblige them to be at least indirectly

concerned with the-employment practicei of their contrac-

tors. An on-site visit to almost any:campus construction

project to visually survey thd-ribii1=ethiiic-and sex composi-
, .

tion'of the.work,force sUggeSts that-the:contracting parties:,,

have not.given sufficient attentiOn:to their affirmative ,

...S
action obligations .

..- L .-

4

Recommendations

It 1srecommended:that instit'utions:

review_in advance of all.contractUalagreements a copy of,the

contractorts.affirmative,actiofi plan, -and'refuse'to bontract with

companies flaring discriminatory hiring practices.

Implementation duidelines

It i3 suggested that. th above recommendation be initiated

ar Tear 1976.

a-

-
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. .
,

-'--, c. .

,

Pool VPools, of applicants needed.

; .

As this study's survey respOndeht;ntstedso frer .

-.. .

:; -4---*

4,. , - 1 .
A

quently, larger'podis of qualified minorities and-women are

,

""i .14

1
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1

needed from which institutions can draw applicants for aca

demic positions. Respondents also cited the following'as

contributing factors to,the small pool of women: historically,

their advanced degree's have been in educatiOh,*:phe humani -.

tiSs. and the -arts; few have admihistrative experience; and

family commitments restrict thed to a geographical:area. Of

.=
these factors, the most significant is' iikelx:their- field'

'_of doctoral Study. AmOng lasons cited tot-
-

who

4,,Tetai_..,frell-ad.nOrit.--APPliCaianti --4teaet-Ve.4-1 j09-0
. r ' ': '"t

-

' .';offered to some:have. bteh:
.

thrned d2ii71a nu-mbeks enrolled lai., ,

-
,

.., ... , . .

.

dOctoral programs in the United-States remain loW; and
,. ..

.
_ . ,. . ,

,

. .
. ,

qualified minorities are clustered in a few. distiplines.

4 1 ' .0

'''
A

o
4 .

,
4 1

Data taken a.brief first: on racial-itnic.

k.
groups receiving the doctorate in 1973 show, small numbers of

,.
.

minority doctorate's be pr uced annually. Table 1' contains

that data.

Clearly, the time needled to educate enough minorities

and womenL-land to encourage their pursuit o f' eloctorabeS'in

fields where they are underrepresented, makes significant
..

' ;-_etpansion of institutions! applicant pools ajongrierm

;

.

4 3



( ,'DATA ON 1973=U.S. CITIkEN DOCTORATE RECIPIENTS
BY RACIAL-ETHNIC GROUP

ca.

; .1

0
,

CitiZens by R4oia2

Ethnic Identification,cReceiving
Doctorates 1.11.1973

'White . - 26,400: .

Black - 760

'Oriental - .. 320*

Latin . 228

American Indian -; 148

!"

1973 U.S: Citizen Doctorate
Recipient' gmployed in

rilueational:Institutioni

'-' *- 1.1,429

`38

no --- 10
imterican-indan 70

POreentage ,Distributioa ,Racial-Ethnic

Groupe by Pitid-AmOhg'1973 U.S. Citi;en:

. Doctorite Reel:tient-xi

1-

`', Engr; Meth' Life ,SOc Hunan's -Mu-

. & Phys Si . Sci Psych ..§21 -& Arts Tess dni cation"

. ,

_ Wbite 22:8 . 14.1

Black 8.6 9.0

0iIZental , . 42.1 24.3

. Latin 14.8' ', 15.9

, Aperican,;ndian 15"Ei ,. 11112.

- Total,
,

22.., 1 14.2

8.3 10.0' .17.1 4.3-

3.9 : 6.5 1.4.- ''-- 3.1 '

5.7 10.5 8.1 3.2

9.1 85 26.7 4- J.6
8.8 2945 , .A

8.2` :8

.18.4

17.1 1.1.3

m /. . f .

Human.Souice: -.Commission on Human Resouroes, National Research Connell. Minority

Groups AMbneUnited States Doctorate-Level Scientists, Engineers,

-end Schalars,J973: Veshington;.D.C.: National l-Academy Sciences,,,2

December- 1974:,

4 .

-,,

22.8

59.5
6.1

24.4
ma
24.2

1

-
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endeavor. This is all.the more reAsont the.refoel forfIllinOiS'

. -....0e-77 t4.0: ,...

instituti to.mixlmite they existing opportunit es to better
.. ,

. . ,

,

utilize theg000l of qualified persons they .have at hand on
-

their campuses.

Recommendations

It is recommended that all institutions:

1. make the best possible use of their female and minority

!academic personnel,

2. encourage minorities and women (through tuition and,fee

waiver, released time, adminbstrative training experiences) to

acquire the education ox experience needed to qualify them for

improved positions within the ihstitdtion,

3. recruit and retain as employees more of their own

promising minority and female graduates, and

, .

4. redouble their efforts to recruit and graduate more

-mlnorities and women with terminal degrees, especially in fields

wheye traditionally they have been underrepresented in both student.'

and.employeestatus.

Implementation Guidelines

The above recommendations-should be initiated during the

1975-76 and 1976-77 academic years.

4 5
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1. Sa lary and Promotion Practices?'

a. InstitutiOns are encouraged to instruct academic-
departmental salary and promotion committees to determine
and make known-to all department members at the beginning of--
an academic year, what weights will be assigned to such
criteria as publication, teaching, community service in the
committee's end-of-year salary increase decisions.

ested Courses of-Action
to Remove Employment Practice *Barriers

- ,b. It has been noted that, on.most Illinbis campuses,'
minorities and women rarely if ever gain entry to the',Aigher-
paying civil service skilled crafts' and trades pOsitidhs,
'Where entry is controlled; in effect, by trade 'and craft
uniOns..It is suggested; therefore, that colleges, Auliversi-

ties and the University Civil Service System administration
cooperatively initiate steps to,resolve this problem, including
persuasive efforts to secure the.cooperation of trade unions
to open apprenticeship programs and union membership to
minorities and .women.

c. It is suggested*further that institutions provide
learner-training proprbms In management and supervisibh as
one means by which 45.471.1 service women and minorities can
'gain the skills needed to qualify Eor supervisory positions.

D. STUDENT ENROLLMENTS

The three most-frequently mentioned Affirmative action barriers

that have impact on student enrollments are'problems regarding'

the populatiOnsize of minority and female students, academic an-.

career counseling, and "financial aid. Each is discussed below.
e

1. . Minorities and Women:

.. e
Ai suggested in. previous sections of the report, 'the

. .

recruitment, enrollment, retention and graduation of. minorities --'
. , . ,

46
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. ;

-

and women from graduate-level pro'grams, espeCially in-certain.
-.

'fieldt, are a major, factor in the -lbng4-term solution to two inter="

related problems. -From the perspective minority and fema.e
.

persons, it means expan4ed employment opportunities in addition

.

to the 'other benefits, education provides:
.

nor academic inttitu-

.. .
.- i ..1

,

,

'tions and .other eMployers, it helps resolve the:prqblem of
.

, . .

inadequate pools of qualified'applicants.
-

.
, 4

The enrollment trend over the last two years' shows' nurleric

and percentage increases of all minorities except.American Indians'

in the total enrollments, undergraduate.andgraduate,'in Illiois

institutions. A not-so-encouraging sign is another"enrollment
.*

pattern for women and most minorities at Illinoii universities:

the more advanced the degree program, the lower the -percentage-of

their representation in full-time total enrollment, One might

expect to find that the percentage of minorities andivomen rePre-

sented.in doctoral degree program'enrollments wculdbe'greater
4

than thepercentage,in firstprofessional degree prOgrams (i.e.,

Yaw. kedicine,,dentistry), given the:broader range of-subject:

fields offering the doctOrate. This holds true for women, ndt for

minorities. Thus, while,thetotol. number of enrollqd minorities

and women need-to increase at all graduate levels, it may be that

insEitutionsalso need to "moraine Why they are not, enrolling more

1

inii:norities in doctoral programs and why they are not enrolling

' more women 'in first-professional,programs. Data-on 1974 Illinois

student enrollments also reveal that irCentages.of 'women and: 1.

.

47
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.- //
minorities enrolled to part-time graduate study (masters and, -

. .

'docporatel.equals or exceeds their percentage Lnundergrad6te

enrollments. There are insufficient data to know the reasons

for or the,significapce of this phenomenon. ,

kor,
1,

'

At the undergraduate level, two items should be mentioned. .

-Begfnning. about 1969, several institutiontaeveioped edutational. '

assistance programs: These were, designed to provide a Means for

helping persons gain:access to higher education whose prior,edu-
,

cational and cultural, experiences were such that they wOuld.be'

.denied entry as a Student through standard admissions'triteria.
.

To date, these.programs primarily have4eryed black students.

there is a need4or all-such programs to extend their services es-

pecially to latino students; and to. include Latinos on their 'staffs.
. . ,

Secondly, institutions must guard against *theattitude.that their
,

- ,

educational assistance programs are their major avenue lor,increas-

,

ihg undergraduate minority .enrollments. Failure, to actively ,

. ,

4
...,.

recruit minority.students is to ignore the inititution'i affirmative
..-

Retion'obligation. ._

a
. .. . ...

,-.

1'

. .

c ,
.

To some observers of current'netiO'naleconomicaild'employment
. .

.
. .

conditiog s, increased recruitment and graduation, of more minorities

0 ,

v ' 1 N .

and *Omen with advanced degrees,Oay'be seen as a 'counter-ptodUctive ...

I

. effort that only results in adding to the numbers of the edudated'

,,
0

underemployed% The Committee is aware of this possibility: It -

. .

is aware, too, that minimum'educational requiretOnts for jobs of
. _ .

kf 1- _ . .- ,

all types are pushing upward. *nibs once requiring high-sth001

.. .

:
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graduation nowrequire a bacdalaureite degree., Colleges that once
.

tequired a master degree for some faculty an administrative posh-

, , . ... a ,

tions not' requie an,earhealdoctorate. And -1 educaticin'

, .' - -. .
, -

institutions continue to report inadequate poofsldf ivaiified
. ,.

.
minorities .and women for .acadeMic openings, especially. in some

fields.
, .

, .

t

?utu/re desirable job'oppbrtunitiesomay belIirated, but op-,
. .

for mina ±ities and women surely will not
.

increase if
r . ,

haVe,iire'minimuth'educational requirements needed .to ,'

.
. ,

'portunities

they do snot,

compete for- those' more 'desirable posit.16ns.
,

.

. ,

Redommendatiops

s.

-
It is xecammended that qll.institution$:

1. 'heighten efforts ,to recrilit and retaln minori

.

womenfor graduate,leveI study in'fields where they historically,

have been :Older- or 4nrepresented/.

2. 'reVamp'institutional rules and informal policies dom-
.

,

cerning admisspn, degree and residency ,requirements. to accommodate

,' : : .

. .

,

.
,.%

_ ,

_persons whose economic conditions or family circumstances nebes-
.

.sitate their studying orva part-time-basis.
IS

abaridon any :rule, or informal policy that, in, effect,,

"disdriminateS against aspikants to graduate 'or Professional study
,

because of-their race, sex

{;

or marital status.
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.

extend the services of .campusesP educational opportunity

programs to more Latino Undergraduates and, accordingly, expand

.

.

the representation Of Hispanic persons on those piograd staffs.

-, -_.-

5. make maximum efforts to recruit more-minority Under-
.

graduate students-Ehrough regular admissions channels.

'Implementation Guidelines

It is suggested(that the above recommendations be initiated

-,!( ,

' during the 1975 -'76, academic year.

_2 Academic and Career Counseling,.

,Behind the sped for"chariges in academic and career,

. . , ..
. .

.:

coilnseling lie' the traditional choice patterns of minority' and
. , -.-

. .

' female students regarding 4eldof'stUdv: ,Itoth groups1- hi:Statical 4-

:- ,

4% ,
4 , ,

tendency to confine their academiC preparation and career choice.. .

to 'a limited range of fields also accounts fdf part of,the inter-

facing problems of Limited employment -oppottund..ties.and limited
.

applicant pools. Historically, women and blacks, for- example,
. ,

hnve tended to concentrate in the fields of 'education, the humanik-.

'ties and the arts.,,:ffiey. have opted. for speaific disciplines within-

the social sciences and notably haVe-been absent from such fields-
.,

as the biological and phylical sciences, mathematics and engineering.
s-.

studbnt enrollment.data for 1974 indicate very

little shift in the'trendS of minority and femals_studentschoice
e.., ' . .

S
N

R

of Study' fields.. The only notable"changes- are. the introduction.

A

.
.

50
v

,
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C. I

'4 1

of business management and biological' science as more fretluent'

choices of both groups.

45

One of the'teasbnA women and minorities' choose such a limited

sphere of study is likely the results of apculturation--the at-

,

stereotypes held.titudes, expectations, steeld by the students their
.

4

parents,teachers'and influential; others. other reason is the
0

1 1 :
:

impact-of common school advising and counseling upon students'

4

choices of high school courses and their, future academic and/or,
-.

,

career'aspiration. There Ise'also evidence from nation4.-studies
. ,

to-Suggest that,, ,as college_undsrgiaduates, they aredtscouraged

from entering,traditionally white male fields.' The,distoUragemeht
,

,

.

is related t,two factors ,i'hey hav e',no "role:iodele. (i.e.,,

personscof their own _sex or-racial/ethnic grdup) among ,the
.

ties in these fields4 and 'they recelve no'enCourageMent from their
adiisors to make academic- and career chOies-thwt.capitallze

.

their abilitieq4 nd_interests, or to continue on into gzadUate
-

atudy.

r t

There is another,form of discouragement "Olatis.closeW
r
,.

akin to' advisement sh9rtcomingswhich must be mentioned:. .It is

those institutional rules and informal'policiesthat.discourage,

admissions with degree status for part-time graduate` study.
4

t

Vb
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Red'Ommendatione

It ii recommended that institutions: "

r

I

lt develop 'the necessary policies and practipes,needed
,,.

(a) to bring about more positive'attitUdes among administrators

and,facultk in traditionally white male fields, and (b) to bring"

, ..,

'about ,a.mOre'informed'and supportive posture among advisors and
,

. a
,.,11

counselors' regarding the educational needs;'interestws and'aspirar
.. .

.

t. ions of min oritie s and women./
.

.
..

2. insist that academic advisors aid career,counselors
, 4

card race and sex stereotyped concepts of careers and fields of
,

-

s,

;
,

' ..

tudy; ' familiarize, themselves with current trendi; and, encourage
- ./

. .
-',

. ..

: female and minority advisees not only .to "new" in,.
,

. 0,
.

, ., .

-which they have ability and interestibut to pursue and ,complete'
..,

. ,

graduate study ierein.
: . 0

3: make spediaf provisions for minorities and Ikunen-Eo hdlp

:' f
0

theta overcome prior edhcationaXde iencies; especially in,mathe-
.

matics', in order to promote.theirtent into-;inev" filds of gtudy
... .

.

. , _ ._.
,

, .. /

.

and to:*give them a reasonable opportunity to succeed in those "
,

) ^--
c.

fields. .

.

C

. ..
4. initiate and nurture a closer working relationship. and-'-- ''

--- - L
.

9 4,4 ____

information exchadge w&thqublic'school representatives to jointly
. ,.

.
.

, 1

seek wets of alerting junior and senior high shbol students to, . ..

.

a wider range of Options and Ogoortunities than those.they have:

sought traditionally.
5 .
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It-is sUggeltect,that' Oa& above re64114menOtions be'intiatid
..,

,., ,-,

..,

, .., . , .

., -;,,,'
,

during the 1975! -76 academic year: ,

.

,.- .. .,,

. Pinahtial Aids.
.

.
. . z ,

#

SomerespOndents to this Committee's survey identified
, . .

finhncial aid as an area that continues to be aprgblem, especially
.,

. . 4 , .

.for"minorities. At the ,same time, .the Illinois $tate-Scholarship-
,

CommisSion (ISSa'reports that over time the percentage 'Of' aw'ar'ds
.

. .

.

given to minority students. has increased. In Commission'sthe Commissions
-,

.._ .
v, -

J fp,

194 Annlial-Report, it indicated that of the awards distiibuted
. -, . , e

,, among students enrolled in public senior ifiStitutioni,in 1974-75,
,

.

.. ,-,, ., .

i

r , -
thirty percent went to tinority'students1 'and'' nearly forty7b4ree

',percent of the' awards distiibuted.to public ooimunity college,
,

.
,

-...

.

students ten to minorities-.- ' .
/

,

.,,

,
.

..

: ' I .. / ,

'' A ,recent ioard'

. ,
,.

.

of Higher.tdUcation study of kinancialaid
. . ..

,,
,

recipients in:allpublic and private.institUtions of higher eduba-

;

- ,,, : . ;. '

ti'on reveals,other noteworthy infOrmation.
.. ,,,,,

C' . :
..

.

. . .

i

9n the averge, after 411 available kinaRcial aid is taken
. 4 , g A r' 1

n

into., account; undergraduate
students.muSt,

rely such'other%

soutces Ad, of f -caMpus employment ;'.#4.- pa.terftal spouse contribu-,
, ,

. .

, -
.

tions to meet the greater portion of their college tosts. In
. .

,

_
.

: fiscal year 1975. at ptblie universities, the pOrcentageof college',

.

.expenses ,remaining 4fter financial aid for 111.kull-time'undergradUate

i



.

O

, J , .
t

averaged seventy-five percent. This is particularly significaht

when examining the 'data regarding minority, financitd14d reciisr
. .

lents, (See Section A. of Table 2).,
,
.

.,There is .a -wide variation in the distribution oft financiz4

.aid by racial-ethnic groups,, which likely relates p'rimari*y to [

48

financial need. A greater percentage of blacks and American Indians'

than the-average receive more than one'type of aid. Furthermore,

the4atasuggest that a greater percentage Of blacks; espeCially;

and Latinos require leans to-help' meet college .cost than is So

-for other-racial-ethnic groups.

*.7

The BliV study also shmis that the percentage of female grAdu--

ate students who benefit .frbm financial aid is less than the

-percentage of males benefiting in all cate gories ofaidgift
,

.

assistance, loans and institutional employment., The percentage

of women and men graduates who were employed by their institutions

(usually' in graduate assistantships) is particularly interesting,

in' view of the,fact that institutional -'employment accounts for ,

..

nearly,twe-thirAs' Of all financial. aid to gr'aduate students at

pdplic universities. .(See Section B. og Table 2). AlthoUgh fewer

4 ,
graduatewwomen -than men were enrolled; in raduate diudy`, ,Ewenty-nirte.'percent

of.thevomen-were employed; thirty-five percent 'Of the men./ SuCh

factors as number's of women who ,are part--time grAuate studerOs' ,.....,-

. / 4 , ,

may,aecount for.Oome aid discrepancies,by.texi butmthere is some
7

v.

indication that/ "discrimination is'it least partial, factor in

. the awarding di assiitantships and gift assistAkce.

,.. ,

..

'

, ,



TABLE 2,

SELECTED DATA ON FT1975 ILLINOIS
STUDENT 'FIRANCIA±, AID RECIPIENTS

-

A. Percentage"' of Students by- Rabe'Receiving Financial 'Aid in FI75.

-7

49

Receiving
Financial

Aid

Receiving
Gift Beceivimg:

-Asiattnce . Loma

.Csucssian

,Atrc-AmeriCan
40.5-47.9% 35.3-3T.2%,

56.6-61.4

..;

SpanishSnrnamed 52.9 -53.-4
144-14.6

Oriental 40.0.:40:7. 27.9-33.9

Akerican Indian 39.6-40%4 35.8-39.0 9.0-9.1

No 'Indication' 14.4.14.5 15.84-16.8, 6.2-6.3

Total; -40.4 34.3

.

B. Percentage pf Students by.Sex and Level Receiving Financial Aid

. .

Undeitre.duatei

Peceiviulk Finingtal Aid,
Beceiving-Gift Assistance

. .heceiving Loans

Employed.* the Inftitution

to Students .

ieceiving
'\ BeeeivingGift Assistance

. RecaivingLoans
' BmploYel.hrthe Institution

iReicent- -Percent of

Total' Males 'Total-Females

.

42.3%
35.6
8.5 .

11.9

sourcet 'State of I11iroia, Board of Higher Education, FY1975 Financial Aid Report,
,

34.9% ,

29.8`

9.3
. 14.2

EmplaYed
Nby the ..

Institution

. ,14,7-14.8%
-:-' 15.9

13.7-13:8
18.4-18.5

3,14.9

in FY75.

Percent of
Tote 'Enrolled

38.7%
32.5
8.9. .

13.0

54.5 58.0
45.1 50.3
8.8 10.6

29.4
.

32.8

,

draft msn4scrilit, August, 1975. 4.
, 4

4!
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Students have advised the Committee that there is one'ilar-

ticularly knotty problem'related to financial aid. It concerns

the federal requirement that federal gift aid to a student must
.

be matched, ith either loan or work/study monies. this presents .

'timstudents' with little choice;, they repoit, because banks are

highly resistant to making student loans. Some institutions

have tried to ease this situation for their students by putting

their money only in those lOcal banks that lend to students.

Two final concerns are ,not financial aids issues 'per se.

They are mentioned hdre, however, because they are related issues

.
.,

and do
.

introduce barriers that stand in_the way of educational
' ..-_,, .

.

opportunity for scene who desire it. One concern is, the practice

of some institutions to require-iart-time students to pay the tame

amount in student feet at is-requiredpf full-time students. A

more equitable arrangement would be achievedif those institutions

would scale their fee- charges to the number of ,credit or course

hours taken by the student.

Another barrier among those most - frequently cited by the

study's survey respondents is the lack of day-care facilities on
.

of near the campuses. Raving access to'no personor day-center'.
,

that can help with'the-care of, one-1.s young children accounts for
.,

.

.; the interrupted, delayed 10r never-pursued education of some women.interrupted,
. ,

Rather than or deny'these women the opportunity:for higher

eadgation, it would be detirableei'f each institutio4 would
r . ,

4
"-
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cooperate with interested campus and community organizations to

`determine the peed for a day-care facility'for students' children

-and, where needed lend assistance with the organization ,of a

diild-care center. I 4

Recommendations

It is recommended that all institutions:

4)
1. wherever possible, recognize and help meet the need of

*--

their students wild) must borrow.by placing institutional -monies

only in those local banks that lend to students.

2. establish a graduated scale of student fees, the amount

assessed to be based op number of. course or credit hourstaken.
.

-. 3. cooperate With campus and 'community organizations in a

study of the need for day-care facilities for students' children

and, where need is evidenced, assist in the organization of such

a care center.

i. .
.- . .

It is further recommended that dal%univeriities:

1. study the pattern of their financial. aid distribution
.

,

iamong graduate students and take immediate corrective action where

there are .indications that women and

vided equal access to graduate aid.

minority students are not pro-

In partiaular, universities

should determine: (a) whether minorities and. women receive a fair
"

propOrtion offellowships, and (bi ;whether disdriniriatory'prac-

tices account for any of the discrepancy between the lower. -

5 7



percentage of female graduate studehts and the - higher-percentage

. of graduate malei receiving assistantships.
ab'

52

-2. usesome of their graduate fellowships tcicencourage

minorities and women to puriue fields of study that-traditionally

have been white male fields.

Implementation Guidelines

The suggested time guideline for the implementation of the:

above recommendations is during the 1976177 academic 'Year.

Other Suggested Courses a Action

Four other possible courses of action which institutions might

consider as means for addressing some barriers which affett:itudents

are:

1. Offering more coursetimes and structures that aid the
part-time student, e.g,, Saturday and evening classes; once-a-week
three-hour classes instead of one-hour classes that meet three
times a week.

2. Including special arrangements during orientation week
for-1:44er returning students in order to acquaint them with other
.age-peer students and with .Campus services available tolielp them
with their special needs.

3. Rewarding ,and crediting professors .for the one-to-one
contact hours, spent,to.provide acadeMic advice and encouragement
to students.

. . .

4. Sponsoring and inviting groups of, first -year high school
.students to campus for two-three day%orientations to acquaint
them with fields of study and career options outside those tra-
ditionally known. 41a °Selected% SpeciaI-atteqiugh should be given
to minority and female study and carper needs.

. 5

. e
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a

,NEED FOR PUBLIC ACCOUNTABILITY IN AFFIRMATIVE ACTION

'There is aclear and pressing need for institutions, thsirlk,

',;t1

-governing boards.and coordinating boards to exercise their indi-

vidual and collective responsibility to report regularly and

publicly the progress that is being made in affirmative action

in Illinois higher education.

At present, no common statewide source exists of even the

most rudimentary employee data needed for affirmative action pur-

poses. To illustrate, what is the .stitewide distribution of

faculty by sex, within racial-ethniccategories, by faculty tank?

Currently, there is no single source from which to obtairi this

.data.

One means by which to acqUire such information would be to

hand-retrieve it from data reported in the written-affirmative

action plans of institutions, governing and qpordinating board

offices and other higher education agencies. However, no written

affirmative action plans exist for those boards acid agencies with

staffs. Early in 1975, of,thirty -nine publio community colleges
.

who responded to an inquiry,` fifteen stated.they have written

plans. Only nine of the.thirteen.public universities have written

plans. Of the plans that do exist, there is variation in both

the kind of data and the form in which(Tata are presented. Some

plans are more complete than others; some are writeerand organized

in sdch,a manner that they appear desigded to purposefully- confuse

the reader. Given the Above, it, is snot surprising to.learn that,
.

59-
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on any given campus, there is a general lack of knowledge-among

employees and students about the institution's affirmative action

policies and objectives or the status of their Implemqnlation.

The practice of institutions submitting regulir, periodic

affirmative action progress reports to their governing bOardS

not widespread. Only eight of the public universities submit an'

annual report to' their boards,' a practice begun.in 1974.

Some institutions do not,respond.even to federally-requiked

compliancereports. To illustrate,kr federal 1975compliance

report on 1974-75 student-enrollments not submitted by thirty-

nine private institutions or bytwenty.Lone public community col-

leges. These institutions, represent i combined enrollment of

153,180 students; 120,053 of which were in the public Sector..
F

Recommendations

It is recommended that each institution, governing and

coordinating board and related agency:
.

1. establish,' as tan employing body, a written affirmative

action plan.

report publicl y.,,at'least once annually, the progress
rJt

made in ithplementation of the plan.

3. submit ethployee data requested on th U.S.)Equal Employ-
,

1.

ment Opportunity,Commisiion's report form EEO -6 (or other form.

60
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designated appropriate by that Commission) upon each issuance

frOm the federal office and annually to the Illinois BOard of

Higher, EdUcation in conj.unctionwith each budget request.

It is recommended that all governing boards review with

institutions under their jurisdiction, in recurring board agenda

items, each institution's affirmative action progress against its

stated affirmatiVe action objectives.

It 'is recommended that representatives of public universities,.

the Community College Board and the Board of Higher Education

'cooperatively develop a statewide, affirmative action common-data

information system.

It is recommended that the Illinois Board of Higher Education:

'1. appoint'staff to whom is assigned the ongoing responsi-
.

bilities of reviewing statewide affirmative action progress in

Illinois higher education°, and of preparing regular public reports

based on Affirmative action data and information provided by all

boardi, system'and agency offices and institutions.

2. establish, a ktanding'BHE Affirmative Action Committee

to see thAt all affirmative action recommendations contained in

Master Plan Phase IV are implemented.

\

IttsrecommendedthatwithinIllinois higher eduCatioA all

elements of the'' affirmative action 'reporting system be tied but,

not,limited. to ,theibudget review process.

6

.



Implementation Guidelines -

;be, Committee urges that all of the above recommendations

be;started in calendar year 1976 and made ongoing thereafter.

Other Suggested Courses of Action

Eadh institution that presently, has a written affirmative

action plan is encouraged to review it and! -where it is fchihd

wanting in the following technical aspects, correct and/or complete

it:

1. clarity -- in the plan's
whiCh it is organized;

2. accuracy and consistency
'in various tables, graphs,.charts,
sections;

3, :completeness --
it federal guidelines.'

contents and in the manner in

-- in numexical data reported
as well as in the narrative

in all details and aspects prescribed

All institutions are urged to prepare and distribute annually

throughout:their respective academic communities, d synopsis of

key sections of their affirmative action plan (i.e., information

most generally sought or of interest.to persons concerned_about

affirmative action).

.
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APpENaIX A, ,

STUDY:PROCEDURES USED
AND RESPONSES TO COMMITTEE'S QUESTIONNAIRE.

AND REQUESTS FOR INFORMATION

,

.! 57

%1, Survey-Questionnaire ,

The Commiteee employed a modified versioh of survey arid
participant-observer-methodology in the deiign of its main research

tool and the selection of initial survey parficipantS. It designed

a'two-part questionnaire, one section concerned with employment

and the other`with student enrollments. Three questions were asked
in each section; all invited.open-ended responses. See Exhibit 1
in this appendix for copy of the questionnaire and instruction sheet:.

One major assumption underlay the process of selecting partic-
ipants for the initial mailing of the survey. It was assumed that
the status and role held by each placedthat person in a unique
position to observe and/or experience first-hand, or to be exposed

to the direct experiences, ideas or decisions of others through
verbal discussions or writing. See Exhibit 2 for'a list.of roles
and offices used as determinants in th'e selection process.

- '

In the initial survey distribution, a total of 659 question-

naires were mailed. AcCess to university.directories of personnel

and to the rosters of statewide associations of cotmunity college
faculty'and students made it posSible to, individualize mailing
information for all but 249-of the questionnaires. Lacking access

to community college personnel directories, student,body presidents

and faculty association presidents at'thoke colleges were asked to
distribute a total of 123, and 126 questionnairesrespectively, 10

officers of designated campus organizationg.

Following the first mailing, the Committee's-attention was

called to an advertisement that appeared.in the April 6, 1975

issue of the New York Times. The-adVertisement contained the names

of persons employerilladIeges and universities throughout the,

Unithd States. The ad was a public statement'to President Ford

from those named that American institutions ofhigher edubation
have been derelict in their affirmative action obligations. Noting

that one hundred Illinois persons had contributed to the adver4-

tisement, the Committee concluded that questionnaires also should. ,

be sent to them in view of the interest they had expressed, via
the e&in affirmative action.

Twenty-six percent Of the:surVey questionnaires mailed were

completed-and returned: -See Exhibit 3 for the distributioh figures
of gilestionhaires mailed and returned.

A

NNI
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The barriers most frequently identified.by respondents in-

cluded: attitudes; inadequate job advertising; 'thderrepresehtation

'f minorities and women; lack of grievance protedureiisinadequate

pool ofqtaified applicants; Salary ineq4ties; especially for

women; women and-minorities in adminittration'are et low-level

positions; slower advancement in rank for women'and minorities;

inequlties in tenure syitem; lack of upward mobility opportunities

in civil service; job stereotyping; lacking or:inadequate public

reporting of affirmative action prolressvaack of written policies

regarding search and recruitinent,Nalary and prdmotion,criteria;

lack Of recruitment and retention of minorities in student enroll-

Ments; lack of child day-care facilities; inadequate career and

academic counseling.

2. interviews and Discussions

The Committee made attempts to visit with persons who have

a special interest in and knowledge about topics related to af-

firmative action. Among those who participated in formal discus-

aions with the committee were a representative of the University,

ServiceSystemEs centra/ office, h nonacademic employee who

also chairs a camPus%committee on-the status of women, a faculty

.member and co-chairperson of a status of women committee, and a

university ffirmative:action officer who also holds an office

'in the Illindis Affirmative Action Officers Association.° The Com-

mittee also invited a university representative to talk with the

members about the special educational supportproqrams that several

Illinois universities offer.

3. Information Requested of Universities

The 'thirteen campuses of:the'public universities were asked

to submit to,the Committee a copy of theirAiritten affirmative

action plans, together with copy:of all they:Rost recent reports

submitted,by them tb federal compliance agencies (e.g., EEO-1 and

progress reports): .

Affirmative action plane were received'from thefollowing

universities: Chicago State, Eastern Illinois, Northeastern

Illinois, Southern Illinois at Edwardsville, the University of

Illinois and Western Illinois. No affirmative action plant were

available from Illinois State, Northern Illinois and Sangamon

State Universities; however, a copy of the1974 Affirmative ac-

tion:report submitted by each to 'the' Board of Regents was sent

to the Committee. Governors State University" does not have an 4.7

affiriative action plan, and Southern:rAinois University at

Carbondale is reviewing and revising its plan.
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4- Employee Data Requested of Agencies and System Offices

the Committee "asked each' of t e folioWinTofficei to submit

three items of information: Illin s'Board'of Higher EducatiOrq,

Illinois Community,College Board; Il inois State Sch6larship,

Commlslibn; University Civil Service stem; and the system of-

,fices of the Board of Governors, the B and of Regents, Southern

Illinois University, and the University ,of-Illinois, 7Eachpflice

was asked to submit an "inventory of spec fle data 'for all persons

that it currently employed, together,wih job descriptions for

all,existent.positions and an office organizatiohal chart. See

Exhibit 4 for a copy of the epployed data' iilventory. +

'Employee-data-were received from the Illinois State Sch6 ar

ship Commissibi, University Civil Se'rvice System,

C6mmunity, college Board and Illinois Board of"Higher Education.

No employee data were,received from the-Boaid, of; Governors orthe,

University of Illinois system Offices. The Board f Regents-and

Southern Illinois University system offices submitt d-some-infor-

mation but,it-Was incomplete and therefore could not li)e analyzed.
. )

5. Documents Containing Data

The,IBHE Staff exaMined'every,peitinene document mailable

in IBHE'S office for additional data to help the Cominitteein its

study.

4
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iPPENDIX A.

SURVEY QUESTIONNAIRE .
INSTRUCTIONS

Master Plan IV - IBEE-Comraittee
' on Affirmative Action

-

You, personally, are asked, to complete this
questionnaire because of your position ,and the

unique petspective it provides for viewing -

barriers to affirmative action in the academic

,
community. -Will you help; please?

Back round

-

EXlizEIT

_

The law requires that institutions of higher education design%and

implement programs to, ensure fair dnd equal treatment for all persons

regardless of race, color, sex, national origin, or' religion. This

usually requires positive, affirmative action that goes beyond,

,neutral, non-discriminatory policies aliaFactices.

Many Illinois public colleges and. universities nitiv have some kind'of

affirmative action program..- It is-assumed,fEat-sode progress has,

k been made ikeach of these programs. However, Studies regarding the

states ,of Minorities and,immen-in thete,institutions, undertaken

since 1972 by the Board of Higher Ed0oation and by other groups, in-

dicate that impediients' to affirmative action still exist.

Nature and Purpose 'of the Questionnaire
.

`t-

the -purpose of this questionnaire .J.S* threefold:

- - to identify barriers impeding the progress of affirmative

action,in Illinois' public colleges and universities.,

-r--- to id#ntify ways by which those barriers might be

- restoved,,and -
.

--- to establish guidelinet-by which to evaluate progress'made

toward the removal of those batriers. . -' -.

The questionnaire is presented in two paits: ,pne siection'regarding

employment, and one regarding issues related to 'student,enrollments--

Each Section calf fok written responSes to-threi-qt.testions;.-

-Thb questionnaire format is purposely, All .persons

reteiving,,this questionnaire were selected for their knowledge

-about afArmativ4. action issues, and" for the unique, perspective

their positions lend tothe subject's tudy. We are using this

Open-ended format to invite your 6andid eview of.problems'and

asolutis concerning affirmative action,.
.5
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-APPENDIX A.
... EXHIBIT-1-

- ? -
- , ,

, .& '

'
.

If you wish to attach supplemental informatiOn to'doctment or

expand upon any response, please feel tree to do so.

'If you, cannot ansiver.a. partfcular qUestion because y ou have no

.

first-hand knowledge or information about'its subject, please'

record the, phi-ate, not able to answer, rather than leave the,

space blank. .

Respondent ,Information,'

\
Attached to 'the face'of the questionnaire is a'sheet containing

your name, address and telephone number. It also oontains other.

identifying information: student,-faculty administrative status;

the institution you'represent;:a higher.education, campus or :

' comraunity organization for which you arean officer ,or spokes-

person, (e.g., a101ack facUlty caucts, latino studentorganization,
commission on status 'of women,.goverting board, affirmative action

c. officers association).,
1

.

, , ..

We urge you to leave'the sheet ofirespondent,information attached

to your completed questionnaire.'iAttachmen't of the information is

not a requirement. Howpver, if returftedl'it affords the study

. e

committeethe opportUnity: f
. , f i

.

* '

td contact a respondent to gain clarification
regarding a'suggestidn, or to invite 'the respondent

to'discuss an idea With tie committed in person, and

to- know the ranget number and kind"of'respdAses.

various'
from perions holding similar Offices'at.

verioUS locales.
,

-
.

-, °
. .

Please correct any 4!istakees contained in the respondent information

before mailing'your return. '

Questionnaire Retur4,6idelines

1. Questionnaire Return Deadline: Monday, i'une 16, 1975

2. Return Completed Questionnaire Tot:

3.

.

MP .IV -.Committee on, Affirmative Action'

- .Illinois' Board of Higher Education ,

119 St,Pifth Street, 500 ReJ.sch Building

Spridgfield,,Illinois 62701 .

An'addessed, stamped enveldpe is enclosed for Yourusem
,

i ;
_ - .

Typewritten responses will be alivreciated. 'I
I.

. , e
f

.5
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.-ApP6m1X A. -./_. EXHI T 1.
-,

.dA
.

'CONTENTS OF
. !- SURVEY QUEATIONNAIRE

i

. . .. .
.

uriiey:. Barriers Impeding Affirmative Action in

.
illipois Public, C011eges. and Universities

, ,-,

, .
',

7,
.

, '.

''PartOhe 4-/Affirmative Action and Employment .

e-

,(Employent nc1Udes all job categories that existon a campus -7 academic

. . and nopacad lc; administrative, facultylprofeesiohal, civil service.

Employment hlso.includes al'] related practices and procedures ranging,

.from recru tment and hiring, job gualifibations, seniority, tenure, .

salaries a advancement opportunities, to terminations. Of particular

concern a employment barriers affecting minorities and women).

0

1.* Id tify and brIefly describe specific etployment barriers with

wh ch you are :familiar in one or more Illinois public colleges

an universities. Xach: barrier should be one that, in institution

r asonablY could be, expected to eradicate or-significantly

d Kish 'within a five-year period.

F r each barrier idehtified, please'specify:
,

a.. "the jab category ikaffects (faculty, administration,

nonacademf:c/civilservice),, .

b. whether i'i-especially.affeCts Women, minorities. (specify

TOVICh minorities)i-Or-bothT Ad,

ca in what...Illinois institutionJsryou khowit'is present.'

21 For each,imploymeAt barrier identified, above, suggest and describe

steps that could be taken or a plan pf action by.14hich the barrier

/ could be eradicated or.diminished.';the
steps or plan should 'be 's

reasonably possible to accomplish Within a fiye-year*period.

If you know, of steps 'that campus officials or. interested patties,

,
already have, taken to address the barrier, you may want to comment "

*/ 'Con how. .your'iuggesUons relate, to
their efforts. . .

\

.
,

&

3. For each,plan of action you have suggettedi.please suggest way g to

evaluate.progress,made
toward remduinq the employment .barrier. For

,
example, axle here,partiqUlar staiiOrdsi procedures and-timetable -

thht you would use to- evacuate 1progrss'and.to,determine 'an'
. ..,,

,acceptable level.:of achrieyeMent?
. ,

,-

,-

.0

.' .. ''.. r.

'
'**1. , I,

* 4 V , ' 4'. '1

/ i
. t e
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_APPENDIX A-
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and
prbies ional stude

.

EXHIBIT.1.

Pait-TW0-- Affirmative Action, and Student Enrollment

ollpent idcludeS '011,practices
it*ent, application and admi

additsing, part-titte/full
-gree-conferral. J.arollment

,'1.. Ident
which you are.
universities. Eac
reasonably could .be e
diminish within ey,five-year period.

lk-
'2. For each,eneblIment

4 steps,thet could by
., could be eradiCeted

reasonably possible
t. . -

and policies that students encounter` from
sion, college treater, financial aids, .

-Atime,statusi job acement, to graduation.
includes undergraduate, graduate end'

-briefly .delcribe specific enrollment barriers with

Mar in,one.or mbre Illinois public colleges and
arrier should be, one that an institution
ected to eradicate or significantly

-For each barrier identified, please' specify:

a. the student lea it effetts'(undergrad., grad., prof'1),
- C - -

wheiher it especially affects women, minorities (specify

'et:. in whet Illinois 'institution (s) you know it is present:
.

4

barrier identified above, 'suggest and describe .

taken. or a pXan of; action by which the barrier

'or diminished. The steps or plan sholild be
to.accomplish within a five-year,periOd.

If you know of steps that campus officials
.,..elreadThavetaken to address the barrier,

on hoW mar suggestions relate to their e
.

or interested partied
ou may want to comment

orts. .

3. For each.ple21 of action you have 'suggested, please suggest ways to.

evaluate.progress made-toward removing the enrollment barrier. For

'examplev are there particulaf'standards, procedures and timetable

-that yo*>would-42se to evaluate progress 'and to deteimine an

. acceptable,' level of achievement?'

-k

1,44hk.yollifor your help
,Affirmetive Action,
.500 Reiqah Building,

4

. Please return questionnaite to: ,MP TV Committee on
Illinois Board of Higher Education, -119 S. Fifth Street

Springfielt, 1162701. .
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APPENDIX. A.
EXHIBIT 2.

.

Roles and Offices Used as'Determinants
. in participant Selections 'for

QuestionnaireSurvey

,

At 'Public Universities-
.

Executive Officer of Governing Board. ,

Chairperson `of Govertingabard .e

'President of University

.Directbr, Institutional Research

'Directot, Nonacademic Personnel

HAffirmatiile Action Officer(s) .

Directbr, Admissioni . .;

..

\-

AAUP.President or
President/Chairperson of Similar Kind of faculty

-Association .*
. . s .

*. President/Chairperson of facUlty Senate or Comparable Body

President/Chairperson, Nonacademic Employees Organization Or UniOn' ,,---,

President, Student Body lUndergraduate)
f..

. President, Graduate Student Association

% Organizations and/or Programs for Oinorities and Women:

,4 ..--primarily for academic employees .

--primarily for students (includes minorities studies programs

(
. :=1:

studies prograls)

-- primarily-for nOnacademirm
women's

At Public Community Colleges

Executive Officer of Coordinating Boaid

Chairperson of Coordinating Board
Presidents of Colleges
Cfiairpersons.of. College Boards,-
President, Student Body (This person also was asked to distribute

one copy each to:

President, -lack Student Organization;
President, Latino Student Organization;`

President, Women Student-Organization).

President, Faculty Association (This person also was asked-tb-clistri-
, bute-one copy:to:

President, Nonacademic) Employees

Association;
.

Prosiaeni, Minority Faculty-Staff
Orginliatian;

PresidentWomen Faculty-Staff
Organization). 411;

70
. .

4
4.
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APPENDIX A.

External... Groups

.
Aspira Incorporated of Illinois._
Association of Illinois Student doverments
El Centro e la Causa
Equal Employment Opportunity Commission - Regional Office

Affirmative Action Officers Association-

--Illinoit -Commission on HuMan Relations
Illinois-Commission on Statts of Women
Illinois Pair Employment Practices Commission
League of United Latin American Citizens
NOW - Metro-East Chapter
Office for CiVil Rights - Regional Office
Title I. Coordinator - IBHE
University and College Women of Illinois -.

,

. .

S.

ti

1
r
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APPENDIX A.

1.

DIStR/BUTION OF QUESTIONNAIRES

MAILED AND RETURNED,

UNIVERSITY FACULTY, ADMINISTRATION;
NPNACADEMIC AND STUDENTS

- EXHIBIT

No, of QuestionnAires No. 9f Questionnaires

Mailed. Returned

Chicago State University 13

Eastern- Illinois University
13

Governors State University
. 13

Illinois State Univeisity _

. 20

Northeastern Illinois Univeriity 17

Northern Illinois University 18

Sangamon State University _ 17

Southern Illinois University-Carbondale 18

Southern Illinois University-Edwardsville 12

University,of Illinois=thicago Circle 18

University of Illinois- Medical Center' 11

University of Illinois-Urbana .
16

Western Illinois University 13

( Total 199

UNIVERSITY SYSTEM HEADS AND BOARD -.

CHAIRPERSONS
I3 '1 9

3

7 +( 1)

*3

11

S

8 +( 1)

6
7
4
6
7

4

g1

.
4

.

UNIVERSITY PRESIDENTS
, 13 8

i

COMMUNITY COLLEGE PRESIDENTS. 51
4 ",r

COMMUNITY COLLEGE BOARD CHAIRPERSONS 38 ,

COMMUNITY COLLEGE- STUDENT PRESIDENTS

Total -1641
414(121)

COMMUNITY COLLEGE FACULTY 42 +(126)

, Total 168

-,AmmolAL

NEW YORK TIMESAD PARTICIPANTS 100

GRAND TOTAL,
759

72

24,+( 5)

10 +( 1)

2 +(

+(17)

4

30

198

4o,

AI.
-

,



-APPENDIX A

STAFF INVENTORY

DATA ELEMENTS PER EMPLOYEE

EXHIBIT 4..

1.

2.

NaMe of Employing Agency/OffiCe

Employee Code Number

"IN

(We do not wish to identify
the employee by name)

3. Sex Ns

4. Birthdate

5. Citizenship
-(Whether the employee is or-
is not a U.S., Citiien)

6. Racial-Ethnic Origin (Black, American InoUan,
Spanish Surnamed, Asian-

7. Marital Status

American, all other) -,

(Single, Married, Widowed,
,Divorced)

8. Highest Degree Diploma Held

9. Date Highest Degree yes Awarded

. 10. Date of Hire (Date person began'emploSrment
in your agency/office)

11. Salary at Date of Hire (Full-time annual equivalent)

12. Job Title atillate of Hire

13: Current Salary 's

(Full-time annual

. 144 Current lob Title,.

73:
- -a

67



APPENDIX A.

;,.
.1

41

15. Number of Years in. Current'
Job Title

16. Personnel Action.Resulting
in-0turrent Job Title

(New hire, promotion,
transfer, demotion)*

-17. Previou,sJob Title (Title held prior to
current job title)

.

18. Present Employment Status

19. Organizational Unit or Area
Where Employed

20. Total Years Work Experience
in Higher Education

21. Total Years Experience in
Other-Education-or Related
Work Positions

22. Outside Professional Activities
cOntributions and AchieveMents

a_

0

74

(Full-time, part-time,
tenured, nontenurqd,
temporary, permannt)

(e15., Executive, FiSCal,
Planning)

(I chiding present year)

,

ca.

0

4

,

68
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APPENDIX. B.

ILLINOIS STUDENT ENROLLMENT DATA

69

Presented in this appefidix's exhibits are chart and graph

displays of student enrollment data f6r Fall, 1974. The data, were

obtained from 1974 Office for Rights compliance report
returns; they are discussed,in Section. 2 of Chapter II. The '

exhibits displey'the folloWing regarding Fall 1974 enrollments in

. llinois higher education:

EXHIBIT 5 = Enrollments by raCe,'by sex, by major field
of study.

Exilurr - Percent minority students.by race, of public
and private institutions' enrollments.

EXHIBIT 7 Percent minorities, by race, of total Illinois

population.

EXHIBIT 8 Percent ninority'students, by race, by level
of instructional program, in all Illinois

institutions.

EXHIBIT 9 -. Percent minority and all othtr female students,
by level Of instructional program, in all

.Illinoid institutions.
,

EXHIBIT 10 - Percent minority and all other femle s°tudents
/of public and private institutions' enrollments.

e ,

K. I

e
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' APPENDIX B.

PERCENT MINORITY'STIBIENTS..'PY RACE-ETFULIC CATEGORY.

,OF,TOTAL ENROLLMENT IN ALL ILLINOIS COLLEGES AND UNIVERS1 ZES.

BY LEVEL O! INSTRUCTIONAL PROGRAM, FALL 1574

BLACK STUDENTS

12
11.3

1111,

10

S.1
II=Mr

5

4.!

4.1

4 4

Bache- Doctor- First Part-Time /
.lor .Master ate Prof'l Graduate .

AMERICAN INDIAN STUDENTS

2

2,
2

ro
%21,"

.12" .12' .17
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EXEIBIT P.
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